Abstract By using a Western concept-the instrument called dimensions of learning organization questionnaire (DLOQ), and the data collected from 919 employees in nine companies located in Guangdong Province, China, the present empirical study explores the culture of learning organizations in Chinese business settings. Findings suggest that the DLOQ is applicable to the context of China as well, and those demographic variables, such as age and educational level, together with the types of ownership of Chinese companies, such as state-owned enterprises (SOEs) and privately-owned enterprises (POEs), suggest differences in the culture of learning organizations. Results also indicate that the learning organization culture of a firm has strongly positive impact on employees' job satisfaction and perceived organizational performance. Two implications should be noted. First, as employees in middle age and with college education show the strongest sense of improving the learning culture, it can be inferred that demographic characters and groups may influence the organization's learning culture differently. Second, as POEs have a better learning atmosphere than SOEs, it can be inferred that POEs have a stronger competitiveness than SOEs in terms of learning ability and organizational performance. To indigenize the Western construct and instrument of learning organizations, the present study, as
Research purpose and questions
Focusing on the culture of learning organizations in Chinese SOEs and POEs, the purpose of this study is to examine the culture of learning organizations in different types of Chinese organizations and its impact on selected outcomes. This is important because it will generate new knowledge of management in general and will provide practical suggestions to native Chinese companies in particular. The reason for choosing this topic was that the culture of learning organizations has been considered as an antecedent of other organizational outcomes, such as work performance, turnover intention, productivity, job satisfaction and organizational commitment; and that pure SOEs and POEs respectively represent the two poles in native Chinese enterprises if measured by the extent of public ownership-the most publicly owned and the least publicly owned, thus, choosing SOEs and POEs as the study sample of enterprises could investigate the differences in managerial practice and yield significant findings as well as infer the findings to the whole of Chinese enterprises.
The theoretical foundation of this study was based on the conceptual frameworks developed in Western countries. Specifically, the DLOQ developed by Watkins and Marsick (1997) was used to guide the evaluation on the culture of learning organizations in Chinese enterprises. By the fundamental assumption that Western theoretical foundations and measurement instruments are applicable to Chinese context, this study addresses four research questions. 1) Are the DLOQ and its subscales reliable and valid in the Chinese context? 2) Are there any differences of perceived culture of learning organizations in terms of employees' demographic characteristics, particularly, age and educational level?
3) By employees' perception, are there any differences in the cultures of learning organizations between Chinese SOEs and POEs? 4) What is the impact of the culture of learning organizations on job satisfaction and organizations' perceived financial performance in Chinese firms?
Brief literature review and hypotheses
The theory of a learning organization is based on the earlier developed and comprehensive theories of learning. While learning at the individual level has long dominated scholarly literature, learning at the organizational level has become popular in organizational literature in recent years.
Concepts and perspectives
A learning organization refers to a prescribed set of strategies that can be used to enable organizational learning. However, there is no unified definition of learning organizations. A learning organization is an organization that is continually expanding its adaptive and generative learning capacity to create its future; and it is also the organization that works as a whole, in which all individuals work together across traditional boundaries to create innovative solutions (Senge, 1990) . Garvin (1993) defined a learning organization as "an organization skilled at creating, acquiring and transferring knowledge, and at modifying its behavior to reflect new knowledge and insights". Watkins and Marsick's (1993) definition stated that "learning organizations are characterized by total employee involvement in a process of collaboratively conducted, collectively accountable change directed towards shared values or principles" and emphasized that a learning organization is one that learns continuously and transforms itself constantly. Confessore and Kops (1998) defined a learning organization as an organizational environment in which organizational learning is structured so that individual learning, teamwork, collaboration, creativity, and knowledge distribution have a collective meaning and value. Thus, most dimensions described in the literature on learning organizations are not new, but they become new since they are coordinated into a system focused on organizational learning (Swanson and Holton, 2001) .
Organizational learning is the intentional utilization of learning processes/ approaches at the levels of individual, group, and system to continuously transform the organization (Dixon, 1994) . According to Argyris and Schon (1996) , when cognitive outcomes and newly shared mental models are embedded in the minds of all members, in the organizational culture and in the organizational systems, including work processes and individual jobs, learning becomes organizational learning. Hence, organizational learning involves the sharing of knowledge, beliefs, and assumptions among individuals and groups of the organization (Argyris, 1999) . A learning organization is supported by a learning culture in which people work together to nurture and sustain a knowledgecreating system, and organizational learning is just one major aspect of a learning organization.
Organizational culture refers to an organization's values, beliefs, practices, rituals, and customs; it helps to shape behaviors and to fashion perceptions (Marquardt, 2002) . According to Smircich (1983) , culture is a system of shared cognitions by which organizational members choose behaviors and, thus, are guided by their behaviors. Organizations can create cultures that are specifically and intentionally focused on learning. Building learning organizations can be seen as the widely accepted strategy of making this attempt. Marquardt (2002) argued that "in a learning organization, the corporate culture is one in which learning is recognized as absolutely critical for business success; in such an organization, learning has become a habitual and integrated part of all organizational functions".
In this study, the term, the culture of learning organizations contains two aspects of meanings. Theoretically, the culture of learning organizations derives from the concept of learning organizations and relates to the concepts of organizational learning and organizational culture. Practically speaking, the culture of learning organizations can be the vital aspect of organizational culture and the core part of learning organizations.
Theoretical and empirical studies
Since early 1990, learning organizations have received vast theoretical and practical studies. However, most writings in this area tend to be prescriptive and lack systematic and solid empirical research (Tsang, 1997 ). Ortenblad's (2002) typology suggests four major understandings of the learning organization concept-the old organizational learning perspective, the learning at work perspective, the learning climate perspective, and the learning structure perspective. Watkins and Marsick's (1997) approach, represented by the "dimensions of learning organization questionnaire" (DLOQ), offers an integrative model of measuring learning organizations and the only theoretical framework that covers all the four "understandings" .
A number of empirical studies on organizational learning culture and related variables were conducted in Western contexts. Through the DLOQ, an exploratory research examined the relationship between organizational learning culture and organizations' financial performance (Ellinger et al., 2002) . Using the short form of the DLOQ, Egan et al. (2004) investigated relationships among organizational learning culture, job satisfaction, and organizational performance-related outcomes, such as motivation, to transfer the intention of learning and turnover. In Chinese context, Zhang et al. (2004) made the first and the only effort to examine the applicability of the learning organization concept and its measurement through an empirical methodology and data collected from six Chinese SOEs. Research on learning organizations and organizational learning culture in Chinese literature is still in the stage of conceptual development. Although these concepts have become hot topics in both academics and practice, the literature review identifies almost no relative empirical studies. In addition, integrative and comparative studies among demographic groups and between SOEs and POEs with regard to these constructs are still missing in both English and Chinese literatures.
Hypotheses
Based on the research questions and relevant studies reviewed, this study sets forth the following research hypotheses.
Reliability and validity are two key psychometric properties that should be established in social and behavioral studies. In order to examine the applicability of Western management theories and concepts in the Chinese context, it is crucial to test whether the instrument developed in the Western countries is reliable and valid when it is translated into Chinese and used in a sample of Chinese organizations. A study conducted by Zhang et al. (2004) reported that an instrument measuring organizational learning culture, the DLOQ, demonstrated adequate evidence of reliability and validity when it was used in Chinese SOEs. This study reasoned that the newly translated Chinese version of the DLOQ would have the same reliable and valid evidence in a larger sample population of both Chinese SOEs and POEs.
Hypothesis 1: the correlation matrix implied by the measure assessing seven dimensions of learning organizational culture, namely DLOQ, is equal to that of empirical data collected from Chinese organizations.
Little research has explored the demographic impact on the culture of learning organizations. However, a study under a Korea context showed that demographic variables of employees, such as educational level, position ranking, years in the position, and years in the organization, are related to differences of the organization's learning culture (Lim et al., 2004) . There is no identified theoretical base to support the link between employees' demographic variables and the culture of learning organizations, although logically, it is reasonable to assume that employees' demographic characteristics are associated with their perceived cultures of learning organizations, because an organization's actual learning culture can be shaped and represented by employees' perception toward it. Although all demographic features may relate to the differences in terms of the culture of learning organizations, there is no compelling need to test all of them at this time, as the demographic issue is not the only concern in this study. Among demographic variables, age and education probably have the greatest influence on learning culture, because age in a transitional country such as China informs very different perspectives toward learning and organizational culture, and educational level tends to have the greatest potential to impact individuals' perception on learning activities. Thus, the two demographic characters are chosen to examine their differences in impacting perceived learning culture, and the following hypothesis is proposed.
Hypothesis 2: there are differences among different demographic groups in age and educational level on impacting the dimensions of the learning organization culture.
Previous research has demonstrated that the economic form of a firm's ownership is significantly related to organizational commitment in both Western and Chinese contexts (Liu and Wang, 2004; Wang, 2004; Wetzel and Gallagher, 1990) . In the Chinese literature, numerous studies have addressed the features caused by or related to different forms of ownership (e.g. Zhang et al., 2001 ). In the English literature, scholars have documented differences in the institutional environment both inside and outside different types of companies' ownerships in China (e.g. Walder, 2000) . Evidence shows that SOEs and POEs differ significantly in many ways, such as leadership, promotion patterns, income allocations, human relations, etc. (Tang, 2005) . Among the ownerships of Chinese firms, SOE and POE compose a pair of the most contrasting types. Despite more and more SOEs and POEs becoming blended in terms of ownership in recent years, most POEs and SOEs are complete in terms of ownership, meaning solely owned by individuals or by the government, respectively. With regard to organizational culture in China, Tsui et al. (2006) , who assumed that the ownership structure is an antecedent of organizational culture, identified three distinct organizational cultures existed in SOEs, POEs, and foreign-invested enterprises, and revealed some uniqueness among them. Although there is a paucity of research conducted to verify the differences of employees' perception of the culture of learning organizations between SOEs and POEs, it can be inferably hypothesized that SOEs and POEs are significantly different in dimensions of learning culture, and the POEs better performs in promoting the culture of learning organizations than SOEs because POEs face stronger competition in their survival and development. Therefore, the third hypothesis is set as below.
Hypothesis 3: there are significant differences between Chinese SOEs and POEs in terms of dimensions of the culture of learning organizations, and POEs are better than SOEs in most of these dimensions.
The relationship between employees' job satisfaction and organizational effectiveness has been supported by management theories in the literature (Likert, 1961; Organ, 1977) . Ostroff (1992) found that employee satisfaction was positively related to organizational performance at the organizational level. Other studies have revealed a relationship between the attitudes and turnover of employees and customer satisfaction (Ryan et al., 1996; Harter et al., 2002) . Schneider et al. (2003) found that job satisfaction was significantly related to return on assets and earnings per share.
Chinese management research emphasizes organizational performance but has paid relatively little attention to its antecedent variables. However, building a learning organization is being increasingly considered as one of the effective management tools which have impact on an organization's performance in China (Benson and Zhu, 2002; Zhang et al., 2004) . Ellinger et al. (2002) obtained managerial responses of USA firms to the instrument of DLOQ, along with both perceptual and objective measures, which suggested a positive association between the concept of learning organizations and the firms' financial performance. Through analyzing the evidence from Australia, Chen et al. (2003) found that the culture of learning organizations and the balanced scorecard of performance were correlated, and the former was a prerequisite for the latter. Although performance of business organizations can be examined in a number of ways, Marsick and Watkins (2003) stated that a number of studies across organizational and national contexts have shown a correlation between the dimensions of learning organizations and the knowledge and financial performances. We reason that financial performance is of more concern to management and more understandable to ordinary employees than knowledge performance, because the former is broadly considered as the ultimate outcome. So, this study only includes financial performance as the outcome measure.
Previous studies (e.g. Lim et al., 2004 ) demonstrated that job satisfaction was influenced by both the culture of learning organizations and employees' organizational commitment. Because all measurement items were answered by the same person, there might be a common method bias as those who rated high on the culture of learning organizations may also give higher scores on organizational performance and vice versa. The authors followed the suggestion of Podsakoff et al. (2003) by using job satisfaction as a common factor, so that to control the common method variance. Thus, the following hypothesis can be set forth.
Hypothesis 4: there will be positive associations between the culture of learning organizations, job satisfaction and financial performance in Chinese firms.
Research methods
This research adopted an empirical method design-a self-report questionnaire survey-to collect individual employees' perceptions of organizational learning culture, and then several statistical analysis techniques were used to process the data collected. The authors acknowledged the fact that the culture of learning organizations is a variable of organizational level, while a self-reported questionnaire measures perception at individual level. But, using the perceptions of employees to report the most important values, beliefs or attributes that described their company's culture is a typical approach in past studies of organizational culture (e.g. Chatman and Jehn, 1994; O'reilly et al., 1991) .
Instrument
Dimensions of learning organization questionnaire (DLOQ) developed by Watkins and Marsick (1997) was chosen, and modified for this study, because it may be the most widely accepted self-reporting instrument measuring the culture of learning organizations. In the modified Chinese version of DLOQ, its original six-point Likert-type scale was changed to a five-point scale, and the items on participants' organization information were deleted. Yang (2003) simplified the DLOQ by reducing its 43 items of the seven dimensions to 21 items with each dimension including three items and with better psychometric properties. The short form of the DLOQ is more concise and thus suitable to the present study.
The original DLOQ included three participants' demographic variables: primary responsibility, personal role, and educational experience. In the modified Chinese version of DLOQ, this part was revised to include seven demographic variables. Except age and educational level, the other five demographics are surveyed in this study but to be examined in a further study.
In the DLOQ, the construct of financial performance was drawn on traditional financial metrics such as return on investment and operational effectiveness, while the construct of knowledge performance was based on literature of intellectual capital and practice sources of knowledge management. For research purposes, the six items that embrace the measure of knowledge performance were deleted from the questionnaire used in this study, but the six items that measure financial performance were adopted. Marsick and Watkins (2003) acknowledged limitations of the performance measures: 1) participants at most organizational levels can take the DLOQ, but often, only those who are in middle-and highlevel positions are comfortably answering the performance questions; 2) it is just a snapshot of perceptions of change in performance, not hard financial or company data.
The Minnesota satisfaction questionnaire (MSQ) developed by Weiss et al. (1967) was incorporated into the Chinese version of the questionnaire to measure participants' job satisfaction. The original MSQ comprised of two dimensions, intrinsic job satisfaction and extrinsic job satisfaction, with 20 items. Wang (2005) translated the MSQ from English into Chinese, tested and confirmed its applicability in the Chinese context. So, the questionnaire used in this study adopted Wang's (2005) Chinese version of the MSQ. Table 1 summarizes the key contents of the Chinese-version survey.
Several empirical studies have provided adequate psychometric properties of the DLOQ from its English version Marsick and Watkins, 2003; Yang, 2003; Hernandez, 2003) . In order to ensure the validity of the Chinese version of the instrument, an English-to-Chinese translation of the instrument was undertaken carefully to ensure that this process was done appropriately. Content validity was checked with subject experts, a pilot test was conducted.
Sample selection and sample frame
The targeted population consisted of all employees who work in SOEs and POEs located in the area of Pearl River Delta, Guangdong Province, especially in two major cities, Guangzhou and Shenzhen. The sampling strategy of this study combined both purposeful and convenience sampling. Nine companies agreed to participate-four SOEs and five POEs. All companies were considered large in terms of their ownership characteristics, industrial features, and localities. Table 2 shows the basic information regarding the sample size and the sample frame used in this study. By using both purposeful and convenience sampling strategies, a total of 1,300 employees were chosen in an attempt of representing the general demographics and other characteristics of all the other employees in a company. Returns were received from 991 participants including 72 in the pilot study. Useable surveys totaled 919 for a high return rate of 70.6%, and the non-defective responses were 852 with a rate of 65.5%. Most respondents were male, ages 23-40 years old, with a college education. Table 3 shows total response rates and individual response rates in the nine participating companies. A non-defective response means that all items in the questionnaire were completed appropriately, evidenced by high quality and preferred.
Results
Several techniques for data analysis were used in this study in accordance with the four research questions. The first question was addressed by using reliability analysis and confirmatory factor analysis (CFA). For the second and third questions, besides descriptive statistics to provide the basic information about the instrument variables, one-way analysis of variance (ANOVA) was conducted to identify the differences among demographic groups, and independent samples t-test was conducted to identify the differences between Chinese SOEs and POEs. For the fourth question, the structural equation modeling (SEM) was used to examine the relations among the culture of learning organizations, job satisfaction, and perceived organizational performance. Two statistical programs, SPSS 12 and LISREL 8.7, were used for statistical analyses.
Reliability and validity evidences for the instrument
Cronbach's alpha, also known as the coefficient of reliability, indicates the extent of internal consistency for a set of items (or variables), assuming that they measure a one-dimensional latent construct. Cronbach's α at 0.70 or higher can satisfy a conservative minimum level of reliability (Hair et al., 1998) . The α values of subscales of the instrument ranged from 0.75 to 0.84 and showed acceptable reliability with α totaling 0.94. Details are presented in Table 4 . Confirmatory factor analysis (CFA) is a technique used to test explicitly if a pre-specified factor model fits the data of a study. In this study, the CFA technique depicted the measurement model developed in the USA for data collected from China to examine the relationships between the measurement items and the underlying dimensions in the pre-specified factor structures. Fig. 1 shows the measurement model of the DLOQ, including seven dimensions and 21 items.
Several model-data fit indices were applied to evaluate the properties of the model, including chi-square, chi-square/df, goodness-of-fit index (GFI) (Joreskog and Sorbom, 1996) , comparative fit index (CFI) (Bentler, 1990) , non-normed fit index (NNFI) (Bentler and Bonett, 1980) , Joreskog and Sorbom's (1996) root mean Square residuals (RMR), and Seiger's (1990) root mean square error of approximation (RMSEA). Table 5 reports these fit indices. From the results, the Chinese version of DLOQ showed appropriate fit between the proposed measurement model and the data, because several comparative fit indices, GFI, NNFI, and CFI were all much higher than 0.90, and RMSEA and RMR were relatively small. In addition to good fit indices, all factor loadings reached over 0.70 (p<0.01) with only two exceptions (0.57 and 0.66), strongly supporting the adequacy of the measurement items included in the instrument.
Therefore, the evidence results indicated that the seven-dimension structure of DLOQ fit the data well, and its Chinese version is well accepted in the Chinese context. Hypothesis 1 was supported.
Differences among demographic groups
It is reasoned that employees' demographic status may be associated with their perceptions of the organization's learning culture. Despite the fact that all demographic features listed in the questionnaire may relate to differences regarding the dimensions of learning culture, only age and education were chosen to compare the means scored on each subscale in this study. Table 6 tells the participants' demographic composition in terms of age and educational level. As Table 6 demonstrates, employees' age variable was measured in five categories/groups. Two age groups, 23-30 and 31-40, represent the largest proportion of the sample (over 70%). The age group, 41-50, is the third largest proportion of the sample. There were relatively few respondents in two age categories-those who were below 23 and those who were older than 50. Given the fact that most Chinese enterprises prefer younger employees, the age distribution is reasonable and tends to reflect the demographic information of overall Chinese employees. For a better comparison, the five groups were merged into three, the age group of 18-22 was merged into the next older group, and the group of 51-60 was merged into the adjacent younger group. A one way ANOVA was conducted to test the age differences in employees' perception on organizational learning culture and the results are shown in Table 7 . The results in Table 7 indicate that almost in every comparison component, employees in different age groups showed differences. This finding was surprisingly different from the findings of a study conducted in the Korean context (Lim et al., 2004) , which reported no differences by age. Senior employees (between ages 41-60) had the highest evaluation of the company's learning organizational culture, the youngest employee group (between ages 18-30) of employees had median evaluation, and the middle-age employee group (between ages 31-40) reported the lowest scores.
The variable of education also had five categories/groups (middle school, high school, two-year college, four-year college, and graduate school) from the survey, but, again for the purpose of effective comparison, they were merged into three groups: (a) senior high school or less; (b) two-year college; (c) four-year college or above. Then, an ANOVA analysis was performed to analyze the differences among the three groups. Table 8 shows the results. Table 8 reveals that, in all subscales and overall scores on the culture of learning organizations, the employees in the three groups by educational level showed differences. Specifically, those with the lowest educational level had the highest evaluation; those with the highest educational level had the lowest evaluation; and those with the middle educational level gave the middle evaluation to the organization.
From the above two tables, it can be concluded that demographic groups in age and educational level show important differences in all dimensions of learning culture, and that the results of ANOVA analysis strongly support hypothesis 2.
Differences between SOEs and POEs
To analyze whether there were differences in the culture of learning organizations between SOEs and POEs, the t-test was used after a descriptive analysis. Overall and individual means and standard deviations from the seven subscales and the 21 items were calculated and presented in Tables 9 and 10, respectively. As Table 9 shows, employees in both sample SOEs and POEs gave moderately and evenly high scores on the seven dimensions. The overall score on the culture of learning organizations only reached 3.47, just a little higher than the median. The results imply that employees of the sample Chinese firms are not satisfied with the process of building learning organizations.
As Table 10 shows, all items scored again evenly, ranging from 3.18 (LO15) to 3.72 (LO21), which may imply that most participant companies pay relatively equal attention to the aspects of the culture of learning organizations. However, the lowest scored item, LO15 ("my organization supports employees who take calculated risks"), may imply that many Chinese companies still do not encourage employees to do reasonable but risky things.
A t-test assesses whether the means of the two organizational types (SOEs vs. POEs) in the seven dimensions plus the overall in the DLOQ data collected are statistically different from each other. Table 11 shows the results from the t-tests.
In Table 11 , all comparisons of the culture of learning organizations revealed significant differences except for the dimension of creating continuous learning opportunities. The results demonstrated that POEs had significantly higher scores on six of the seven dimensions plus the overall learning culture. From the eyes of employees, the POEs paid more attention to promoting the culture of learning organizations than the SOEs, and the SOEs received much lower scores than POEs in several dimensions, such as promoting inquiry and dialogue, promoting collaboration and team learning, empowering people toward a collective vision, and establishing systems to capture and share learning. In short, the results from the t-test yield several important differences between SOEs and POEs, thus confirming hypothesis 3. By means of LISREL 8.7, the authors modeled the relationship between perceived learning organizational culture and perceived financial performance using job satisfaction as a mediating variable, then examined the proposed relationship among the three variables. Figure 2 shows standardized estimates for the structural model. Table 12 reports the fit indices of the structural model, and the results suggest that the model fit the data very well. The results of structural equation modeling indicate that the culture of learning organizations has significant impact on employees' job satisfaction and perceived organizational performance (standardized structural coefficients are 0.76 and 0.69 respectively). However, employees' job satisfaction tends to have some negligible impact on perceived organizational performance (0.07, not significant at p<0.01) when the culture of learning organizations is taken into consideration. In other words, the culture of learning organizations has both direct and indirect impact on perceived organizational performance, but the indirect impact mediated by job satisfaction was little. All measurement items have loaded on their designated factor significantly as most of the factor loadings were above 0.70 and a few of them were in 0.60s. Thus, hypothesis 4 is moderately confirmed.
Discussion and implications
The short-form DLOQ was first translated into Chinese and examined by Zhang et al. (2004) from a sample of 477 employees in a Chinese SOE setting. Their study revealed both reliability and validity evidence, and thus demonstrated the applicability of the DLOQ's to Chinese companies. The present study used a larger sample from two business settings, and showed slightly better results. Consequently, this study reconfirmed the DLOQ's applicability to the Chinese context.
There have been very few studies determining how demographic variables are associated with organizational learning culture, so whether demographic compositions characterize organizational learning culture or not remains unknown. The results of this study show that different demographic groups of Fig. 2 Standardized estimates for the structural model of the culture of learning organizations, job satisfaction, and perceived organizational performance age and educational level had different perceptions on organizational learning culture. In terms of age, it could be roughly generalized that while in most dimensions employees over 41 gave higher scores, employees less than 30 gave lower scores, and employees between 31 and 40 gave the lowest scores. This phenomenon indicated that employees between 31 and 40 showed the least satisfaction with the present status and had the strongest need of improving the company's organizational learning culture.
In terms of the education, it seems that employees with high school education gave the highest scores on all seven dimensions, employees with two years of college education gave median scores, and that employees with four years of college education gave the lowest scores. This phenomenon indicated that employees with the highest level of education showed the least satisfaction with their present status and had the strongest sense of the need to improve companies' cultures of learning organizations.
These two findings imply that if a company has a larger portion of employees whose ages are between 31 and 40, then the company is more likely to have a higher level of organizational learning culture; if a company has a large portion of employees who have a four-year degree or higher qualification, the company is more likely to have a higher level of organizational learning culture. However, further study is needed to determine whether demographic compositions are antecedent variables of the organizational learning culture.
The results from this study showed that POEs performed better than SOEs in all dimensions except the dimension of creating continuous learning opportunities (no difference). This might be explained by the fact that SOEs have been required by the government to institute continuous training and educational programs. This finding indicates that POEs are facing more stringent pressures for their survival and development; thus, they are more active in the search of ways to improve themselves. Through this comparison, POEs have a better learning atmosphere than SOEs as perceived by employees; it can be inferred that POEs have a stronger competitiveness over SOEs in terms of an organization's learning capability.
In Table 11 , comparisons in the cultures of learning organizations revealed significant differences for most aspects except for one in the dimension of creating continuous learning opportunities. The results demonstrated that POEs had significantly higher scores on six of the seven dimensions plus the overall learning culture. From the eyes of employees, POEs paid more attention to promoting the culture of learning organizations than SOEs, and SOEs received much lower scores than POEs in many areas of the culture of learning organizations. In short, the results from the t-test yield several important differences between SOEs and POEs with POEs being superior to SOEs overall.
The results of structural equation modeling confirm the research of hypothesis 4 that the culture of learning organizations has a strong association with employees' job satisfaction and perceived organizational performance. Many propositions have been found in the literature, which posit that organizational culture has only indirect impacts on organizational performance and such impacts are normally mediated by employees' attitudinal variables such as job satisfaction. For example, Siehl and Martin (1990) suggested that culture influences an employee's attitude and that the attitude, in turn, impacts organizational effectiveness. However, this study revealed a strong direct impact of the culture of learning organizations on perceived organizational performance. Perhaps this result can be explained by the fact that the culture of learning organizations becomes an important factor in explaining organizational effectiveness. Although the culture of learning organizations can be interpreted as a sub-domain of the organizational culture, a learning organization can directly enhance an organization's capability and thus influence overall effectiveness.
The results of the structural equation modeling verify that organizations valuing learning and strive toward becoming a learning organization are able to increase their employees' satisfaction and ultimately enhance overall effectiveness. Although previous studies have demonstrated positive outcomes of the culture of learning organizations (Ellinger et al., 2002; Egan et al., 2004) , little empirical evidence exists concerning the outcomes of the culture of learning organizations in Chinese enterprises. This study represents a first attempt to establish a linkage between the culture of learning organizations and organizational effectiveness. The results of this study indicate that a learning organization is not only an academic concept that management practitioners should learn; it also has a real impact on organizational effectiveness. Here the implication is that those organizations with high learning ability will perform better, and improving learning ability can start at an individual level. For example, when individuals perceive that their organizational values and encourages learning, they will feel that they have better chance to advance and develop their career and potentials. Consequently, they will have higher job satisfaction, do their jobs better, and believe that their organization is performing well. Thus, Chinese enterprises and managers should not only understand what the concept of learning organizations is, but also develop and implement effective strategies and concrete measurements to execute.
The existing literature tends to reflect the view that building a learning organization is a crucial practice to enhance organizational performance and generally treats organizational performance as the dominant outcome variable. Wang's (2005) study suggests that the culture of learning organizations, as an extended construct of learning organizations, is strongly associated with employees' job satisfaction and organizational commitment, and strongly associated with the health and stability of an organization's workforce in Chinese context, which ultimately influences the organization's performance and other outcome variables. So, it indicates that more research needs to be conducted on the construct of the culture of learning organizations.
Conclusions
Despite the limitations of cultural nuances and geographically narrow sampling, several findings of the present study are important and have filled a gap in the literature on the culture of learning organizations of Chinese business settings.
By confirming the applicability of the DLOQ, this study indicates that the Chinese context and the Western context share a high-level similarity. It suggests that a concept or instrument in organization research works both in the Western context and Chinese context.
The concept of a learning organization is the abstract for many practitioners, and how to build a learning organization is somewhat vague. But this study provides practitioners with a simple and viable way to build a learning organization-focusing on the seven dimensions described in the DLOQ to nurture an organizational learning culture. The seven dimensions center on Watkins and Marsick's (1996) theoretical proposition that empowering employees is one of the key measures for building a learning organization. Hence, in order to enhance an organization's learning culture, it is recommended that organizations and HR practitioners start at the aspect of people and then that of the system. This study evokes some compelling needs for further research on the culture of learning organizations in Chinese contexts. First, there is a need for further investigating the relationships between an organization's learning culture and performance, and differences reflected in the various relationships, such as learning's impact on different domains of performance and so on. Second, there is a need for further investigating the differences among enterprises in different forms of economic ownership, including SOEs, POEs, joint ventures, foreigninvested firms, and so on, and demographic differences in these various firms should also be considered. For differences between SOEs and POEs, it is recommended that deeper comparisons be made, and factors or reasons leading to differences and how they impact an organization's learning culture be explored; for differences among various demographic groups, the exploration of whether demographic characteristics can be predictive variables or antecedents of the organization's learning culture is recommended.
